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Abstract 
Leadership in changeable conditions current globalized society is very difficult. They are many reasons, but especially it is high 
dynamics and complexity of internal and external environment. They require a different, adequate access, based on a new way of 
those who carried management every day - managers. In this paper the author deals with aspects of the status transition from the 
manager to the leadership position in the context of the development of competence, managerial authority, which is necessary to 
lead creative teams with an emphasis on the so-called open communication model. 
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1. Introduction 
The current period of time can be described as hectic, fast and changeable. Most of its population, which forms it 
and in different ways contributes to creation of an added value, is hectic and changeable as well. Leading people in 
such challenging conditions influenced by high dynamics and complexity of internal and external environment 
needs a different, adequate approach based on new thinking of those who implement it every day – the managers. 
“The current global economic and social problems are the reason of the high degree of unpredictability of the future. 
For Europe it is necessary to start the economic recovery and to promote human capital and employability through 
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skills. Over the next decade there will be increasing demand for highly skilled and adaptable workforce and to 
increase the number of places more dependent on skills. Policies of the Member States in the field of education, 
training and employment must focus on increasing and adapting skills and providing broader training opportunities 
at all levels to form a highly qualified workforce that meets the needs of the economy. View of the required quality 
managers politically and economically united Europe is also subject to change” (Šukalová, 2011).  
The new managerial thinking and modern management have their own typical characteristics. According to the 
recent research of Leadership 2030 (www.modernirizeni.cz, 2014) the managers shall adopt completely different 
skills and behavior patterns. It is the result of certain megatrends which because of the globalisation obtain new 
clearer attributes and will influence the organisation existence and operation by 2030. Increasing individualism, 
diverse values, digitalisation in all spheres of a person`s life, technological convergence and a profile of the manager 
– the leader belong amongst them (Šukalová, & Ceniga, 2013). 
2. Competence and authority 
2.1. Competence 
The results of the Hay Group Leadership 2030 research show that the manager`s competence will relate not only 
to a cognitive sphere but also to psycho-social aspects. We could mention the cognitive competence which appeals 
to contexts perception influenced by increasing conceptual abilities and abilities to think strategically. The effect of 
the above mentioned cognitive competence is the ability to project new forms of intellectual openness and curiosity.    
The emotional competence is based on the willingness of much greater managers` (the leaders) sensitivity to 
different cultures, generations and genres. It interferes in both personal integration and sincerity, and acceptance of 
the ethic attitude to business and toleration of increasing ambiguity in business (Kicová, & Kramárová, 2013). 
The behaviourist competence relates to the aspects such as creating culture based on confidence and openness. In 
this context the main importance is put on the cooperation of generations, functions and the society itself because 
managers are leading multicultural and multifunctional teams.  
2.2. Authority 
Managers must improve their attitude to themselves and should not be afraid of improving their expertise and 
attitude to the people who they influence directly or indirectly by their work. So their status of a manager is 
changing to the status of a leader not only because of the formal authority. They are becoming the leaders because 
the power authority is supported by the personal authority of the manager (Mišanková & Chlebíková, 2013). The 
power authority is necessary for providing the transformation of internal environment of an organization so as to 
fulfill its visions. Based on the rational facts the expert authority helps the leader convince the included people of the 
rightness and realisation of its visions. The personal authority is a power which people have naturally and it is 
charisma which supports leading abilities. The manager or the leader has unique abilities to cope with the necessity 
to respond to changing environment and situations, and to uncover the potential for increase as the others perceive 
only obstacles, problems and failure. 
The developing economics and business environment reflect requirements for the managers. The current leaders 
and the leaders of the 21st century have made their profiles develop gradually. In the early 20st century the 
businessmen were in the leading positions and later in the 50s the organisational type of managers was successful, 
and in the 70s special skills of the leaders were required. Such a development is natural while respecting the fact tied 
to the particular stage of the organisation development (Gogolová & Majerová, 2013). 
New companies need businessmen, developing companies need managers, and the companies which must face 
the pressure of their competitors and the changes in the enterprise environment need leaders. In understanding the 
words manager and leader we can come across two serious mistakes. The first mistake is the fact that these two 
words are identified. The other one is the leader`s position, its formal and concrete inclusion in the company.    
The leaders are the managers who have an ability to convince people to try to achieve the aim. They encourage 
employees and can motivate them and orientate themselves to the aim. They can also make use of their abilities 
effectively in hard situations in which the business environment does not show any signs of a standard development 
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but to preserve its own existence it must respond to changes effectively and flexibly with a positive or more often 
negative impact. It is true that every leader is a manager but not every manager can be a leader only if the manager 
has certain personal characteristics obtaining by inheritance and abilities which cannot be learnt. Dynamism 
(willingness to be initiative, to be energetic while achieving the aim), motivation (the need to lead and influence 
other people), integrity (honesty and telling the truth while dealing with others), self-confidence (decisiveness, 
assertiveness and sureness), intelligence (verbal and numerical skills, abilities to use complicated information) and 
knowledge (knowledge of work, organization, departments…) belong among those abilities. At present the other 
fault of understanding leadership arises from the incorrect interpretation of the leadership role. In this age of 
globalization, economics, science and technology development the relation between the leadership and management 
is closer than many theorists and practitioners of management are able to admit (Križanová & Majerová, 2013). 
The original meaning of the leadership orientates itself to the quality of interpersonal relations in smaller groups 
of employees. Therefore the leadership is defined incorrectly as a methodological instrument of human resources 
management and its practical use is needed – as a part of the labour agenda for human resources management. The 
deficiencies cause crisis of leadership and the principles of long-term and sustainable development in 21st century 
cannot be valid. 
3. Creative teams and leadership 
The deficiencies of a leadership can be removed by sufficient information and agitation on all levels of 
management. A tendency to manage people in labour teams and a structure of a labour team are more serious 
problems. The progressive development of technology and customer`s increasing demand for the final product cause 
the teams consisted of creative, intelligent people with various skills, abilities and knowledge to be formed. They are 
creating heterogeneous teams which respect power and expert authority differently. Hence the problem is rising. The 
creative teams elaborate other rules of social co-existence as the traditional homogenous labour teams. They form 
their own standards of behaviour, which means that they accept the standards created by their own organisation. 
Implementing formal rules is practically impossible. 
The teams create not only their own standards of behaviour but also own common language. The language 
contains terms which every organisation has formed its own and specific system of terms and only the members of 
the team understand it.  
The members of the heterogeneous team are not willing to adjust to the power authority. They do not respect it 
and they prefer only the expert authority of their partners. How should we lead the creative team? The virtual 
leadership is the only possible way of leading the creative teams. It means that the role of a leader is shifted from 
one member of the team to another. The team member who is an expert at solving the current problem has the 
leader`s role. The solution of a problem is inevitable for successful results of a certain participatory phase which all 
members of a team share. Respecting the virtual expert authority is related to a fact that the creative team members 
are expecting others to respect their expert authority. 
It is obvious that communicative priorities of labour teams are changing. The priority ‘what is discussed’ is 
falling back because of the priority ‘how to fall back’. Resulted from distinctive characteristics of current 
heterogeneous teams and their managers, a new open model of communication (Tokarþíková, 2013) is created and it 
consists of the following items: 
x communication intensity 
x involvement 
x curiosity 
The communication intensity influences the creative atmosphere within the team. Providing that the intensity is 
divided among all members, it is possible to weigh all aspects of the solving problem and make use of the members` 
potential.  
The involvement is a measure of each team member share of accepting key decisions. The involvement of each 
member within the internal communication reflects the distribution of creative energy among the members (Kicová, 
2013). If the communication intensity changes (for example the intensity is rising only among several team 
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members), the labour team can be divided into partial work groups which do not communicate to each other. 
Though, the communication intensity of each partial group is higher. The rising of partial groups influences the 
accepting of team solutions on behalf of their own preferences.  
The curiosity is the engine of heterogeneous labour teams communication with external environment. It relates to 
the information exchange needed for creative atmosphere within the team. The curiosity high rate can not be 
performed in one way and it is to be supported with a meaning. As well it supports success of innovating activities 
of current organisations and their heterogeneous teams. 
Dialogue of team members with their leader and among themselves is a result of applying open communication 
aspects. In many current organisations the managers are not familiar with this type of a dialogue. They are not able 
to imagine that their subordinates would take part in preparation of managerial decisions and they would be their 
equally conscious and competent partners. They do not support their participation and an internal dialogue. And 
what is it? The internal dialogue belongs among the means of a leadership role formation within the social and 
economic situation in the following decade of the 21st century. Its effective use determines certain requirements for 
the team members and, in particular, for the mangers. 
Intimacy of a dialogue – managers shall learn how to communicate with their subordinates as with their equal 
partners, 
Interaction of a dialogue – managers become only the members of a dialogue, not the owners of information 
sources and canals, and they do not have a role of regulator, 
Content of a dialogue – the discussion must relate to the core questions of organisation operation, 
Aim of a dialogue - the discussion must be effective and its aim must be an agreement acceptable for all team 
members.  
4. Conclusion 
The requirements of an open dialogue are difficult and its participants must work in the environment full of 
confidence, communication without prejudice and fear, and their manager should be helpful. It is expected that the 
information and conclusions from these dialogues will not be misused by anyone of the participants for any 
purposes, mostly for the achievement of power authority. It is difficult but only in this way the open dialogue will 
have its interaction which helps the team members and their leaders know how the others in a team perceive them. 
The article contributes to an analysis of selected aspects of globalisation on the development of society, which 
reflect the lives of individuals. At first it would seem that something so intangible, seemingly invisible and abstract 
such as globalization can not be transparently reflected in lives of the people who do their day-to-day jobs in various 
organisations led by different managers. It is inevitable to adapt the daily routine of the managers to requirements for 
development of organisations by means of not only quantitative but also qualitative indicators. These are well hidden 
in different complementary items of methodology allowing the desired trend of development. I hope, on the basis of 
such knowledge, they may acquire their practical effect. It is obvious that knowledge must be completed by systemic 
changes, and in the context of this article it is a transfer from management to leadership. But this fact could be 
discussed in another article.  
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